The human resources department represents a particular capital, which needs being listened to, motivation and training for the achievements of the organization's objectives. The employee contributes or prevents the right turn of the things going on into a company. People are different from each other, and the transfer of practices considered standard in an activity or organization becomes inappropriate in another environment with different cultural and professional values. Human resources specialists avoid passing examples of good practice to other organizations due to the fact that successful recipes in a certain environment are impractical in another.
Introduction
We live in a world in which the organisations are established, grow and disappear in a fast-paced manner. [Manolescu, 2003] . People represent the most important investment, regardless of the type of organisation within which they carry out their activity [Manolescu, 2003] , and the results of the investment in the human assets are visible in time, which employers dislike most times [Mintzberg, 1973] . As an old proverb teaches us to put the right person in the right place, the long-term results of the organisation are influenced by the quality of the human resources, especially in the context of the reconciliation of the economic and social performance of the knowledge society [Peretti, 1997] . People are different from one other and transferring the practices considered as standard to an activity or organisation becomes inappropriate to another activity or organisation, even though the latter operates in the same line of work. The role of the human resources within an organisation is increasingly important due to the fact that their capacity to improve the quality of life and the professional field is used to a great extent, in line with their own aspirations and expectations.
The efficacy of use in terms of human resources influences the efficiency of use in terms of all other resources within the organisation. The employees are valuable for their skills yet pricey, depending on their ambitions and desires. Therefore, it is necessary for the organisation to use the human assets rationally and to handle the other resources responsibly and not to neglect them.
Relevance and Importance of Research
Researches at European level, http://eacea.ec.europa.eu/education/ eurydice/documents/key_data_series/151RO.pdf., show that the results at workplace may have an impact on the entire organisational image (Bulgaria and Lithuania). In Belgium (Flemish community) and Slovakia, over 30% of the teachers believe that teachers in their schools may be fired due to poor performance.
When Romania became an EU member, it introduced measures intended to improve the education system and it currently takes significant steps towards complying with the criteria set in the strategic cooperation framework "Education and Training 2020" (ET 2020). The democratisation of the education represented a strategic direction of the restructuring and modernisation of the pre-university education in 2017 and 2018, based on equal chances to have access to education. In this respect, the objective was for the teaching staff to benefit from a quality/modern initial/lifelong training and also to ensure an equitable distribution of skilled teachers in the rural/urban areas. The quality of the teaching-learning processes and the educational services were also ensured by introducing in this process some reforming standards which aim at the act of teaching and the modern teacher-pupil relationship. The priority of the education reform is to provide the number of teachers required, given that the teachers' education system was slower compared to other elements of this reform: curriculum and training, assessment and leadership. Better performances of the education establishments and achievement of the objectives depend on the quality of the teachers and their alignment with the current conditions of training and education.
Materials and Methods
The investigative approach regarding the role and the importance of human resources for the organisation performance used a complex research strategy which combines both quantitative and qualitative methods. We enumerate below the set of methods and techniques used to collect the information and we state the purpose of their use.
The objectives of the study were:
 Identify the teachers' perception on their role relating to the organization performance;
 Correlate the teachers' performances with the reputation and the performances of the organization;
 Motivate the teachers to get involved in the organization's performance.
Research hypotheses
The quantitative research concerning the role and the importance of human resources in relation to organization performances starts from the following hypotheses:
 H1 -Teaching staff from pre-university education, high schools, are permanently focused on achieving the performance of the organisation  H2 -The professional growth programmes ensure career performance and implicitly, outstanding results at organisational level  H3 -The pupils' results are directly influenced by the quality of the act of teaching and the assessment methods used in class.
Documentary Analysis
Study was made of the regulations in this field of work, the reports and the studies regarding the performances of the teaching staff. The analysis of the documents aimed to: identify the role of human resources in ensuring organization performance, correlate the professional growth programs with the training needs, meet the objectives of the organization and correlate the results of the pupils with the teaching-learning method implemented in class. The pupils' averages and their results in the national examinations are included in the assessment of the teaching staff and implicitly the assessment of the organization.
Selecting the Sample
The sample of teaching staff from pre-university education, high school, in Dâmbovița County, used in conducting the quantitative research is made of 303 persons of 1,403 teachers in total. The distribution of the questionnaires filled in by the teachers from high schools in Dâmboviţa County is as follows: The questionnaires were distributed by types of high schools, keeping the proportion of teachers who teach in these organizations.
Following analysis of the research sample, one may see that there are significantly more female teachers (75.91%) than male teachers (24.09%).
The distribution of the sample in line with the age criterion, seniority in education and years served within the organization for the teachers interviewed is presented below:
Sample distribution by age (Source: made by the author following a quantitative research)
The analysis of the socio-demographic characteristics of the teachers interviewed indicates respondents between 31 and 40 (40.92% of total); by contrast, the teachers below 30 (2.97%) are represented to the lowest extent; this tendency is the same for all types of high schools under analysis, as shown in the figure below: The analysis of the sample researched in terms of seniority in education, indicates teaching staff with a seniority ranging from 11 to 20 years, to the detriment of the teaching staff with seniority below 5 years (8.58%), as demonstrated by the figure below: With regard to the seniority within the organization where the teachers conduct their main activities, one may see that the seniority of most respondents (30.35%) is below 5, compared to the teachers whose seniority within the organization exceeds 20 years. We may identify the fluctuation of the teaching staff towards organization's which should ensure their personal and professional growth.
A higher weight is represented by the teachers in the urban areas (75.25%). Most teachers interviewed have reached a high degree of didactic maturity (first level of qualification -53.14%, second level of qualification -21.45%, PhD -2.97%).
In addition, the selection of the teaching staff took account of the teachers' curricular area, as indicated in the Figure below: The respondents' analysis in terms of their curricular area proves that the Mathematics and Sciences teachers (25.74%) as well as the Language and Communication teachers (25.74%) are best represented, to the detriment of the arts and sports teachers (8.91%). This is easy to understand if one takes into consideration the curricula, high school, the number of hours allocated by types of high schools, lines of study, qualifications, year of studies.
In relation to the status of the teachers interviewed, tenure teachers have the precedence (83.50%) over the unskilled substitute teachers (0.66%).
Discussions
The teachers' skills and knowledge are improved by professional growth programmes provided as both formal programmes (courses, seminars) and informal programmes (collaborative activities among teachers). The final goal of such programmes is to improve the activity in class. The teaching staff interviewed attended over the past two years professional growth programmes, as shown in the table below: The county attendance rate for lifelong training programmes (36.98%) is relatively similar to the national attendance rate (47%). In Dâmbovița County, the teachers covered the expenses incurred with the professional growth activities to which they participated over the past 2 years. The teachers are willing to cover such costs in order to accumulate the minimum number of 90 transfer credits granted for participation to professional growth programmes every five years. This is a requirement that teachers should meet in order to have access to performance and recognition.
The averages of the pupils as well as their results in national examinations are included in the teachers' assessment and implicitly the assessment of the education organisation. In the assessment of the education establishments conducted by ARACIP (Romanian Agency for Quality Assurance in Pre-university Education) and ISJ (County School Inspectorate), the learning results, as indicated by the averages in tests and examinations, are included in the assessment framework. The Ministry of National Education (MEN) makes a general classification of high schools, depending on the pupils' entrance examination average, which takes into account the results in the national assessment tests taken in the eighth grade.
Starting from the professional growth activities stipulated in the legislation, the respondents opted for affirmative response variants, in relation to how such activities are performed, as represented below: 
Training and development programmes for leaders, counsellors and control staff

61.4%
Scholarships for professional growth and study and documentation internships conducted in the country
23.4%
Scholarships for professional growth and study and documentation internships conducted abroad
12.2%
Postgraduate courses
16.8% PhD 25.7% Professional reorientation programs 29.5% Periodical development through advanced programs organized every five years 36.6%
(Source: made by the author following a quantitative research)
Another objective of the methods-related and psychopedagogical development was the orientation towards teaching the subject for which the teacher was educated in school and also the methods on teaching the basic subject, assessment, mentoring and curricular acquisition. The desire to have access to leadership positions gave a boost for participation to leadership, counselling and control programmes and for implementation of the educational policy measures within the organisation.
The percent represented by teachers who attended periodic professional growth programmes (every five years) continue to be high.
Despite the fact that the scholarships for professional growth, granted both inside and outside the country, are represented to a low extent, they ensure development of professional skills and recognition of one's own position within the education establishment, as well as integration into a modern, performing education system. All these support the validity of the second hypothesis (H2).
In terms of career performance, seen as a method to analyse, recognise and assess the activity carried out in class, the responses of the interviewed are were: A little over 70% of the interviewed consider that the career performance is a method to recognize and assess the act of the teaching. 20.8% of the respondents agree in part with this statement and nearly 5% disagree. The assessment of the act of teaching should take account of the pupil's progress, his/her social inclusion, reduction in dropout rates. The quality of the teaching is a priority to each and every teacher involved in the complex approach of permanent education. If we correlate the teachers' performance with some results of their pupils (degree of passing official examinations, results in national examinations, graduation averages, results in Olympics and competitions), we may rightly state that pupils start to have good and very good results in relation to all indicators which also concern the teachers' assessment, fact which validates the first hypothesis (H1).
The connection between the results of the teaching staff and the organisational performance is an issue proven by the interviewed in the table below: As also indicated by the teachers' responses, the fact of combining the organisation interests and the teacher's own interests is closely related to the career performance of the teacher, as expressed by 77.9% of the respondents. The percentage (19.1%) of the respondents who believe that this is not so important is higher in vocational high schools. The responses received show that there is a close connection between the teacher's career performance, his/her professional reputation, developed on an ongoing basis and adapted to newness, and the image of the school where the teacher works. A little over 72% of the interviewed (fundamental -36.3%, very important -36.3%) believe that the results obtained by the pupils in national examinations are an important criterion in assessing the teacher, fact which validates the third hypothesis. Nevertheless, there would be a lot of public debates if we take into consideration the high school entrance averages, the line of study chosen, the resources of the education establishment, etc. In fact, the pupils' education is however the result of a collective effort. One should purse and foster the collaboration among teachers instead of the competition in attracting good pupils towards a specific line of study. Under competitive circumstances, the transfer of good practices is blocked; the pupils who fail to obtain good results are not granted equal chances. The outstanding pupils end up being hunted by the teachers who seek performance. Their education is therefore guaranteed and they develop skills for scopes of common interests.
Conclusion
The measurement of the performances in an education organisation, generally described as the process of measuring some results, is oriented towards periodic provision of valid information regarding performance ratios of the comings and goings (H.P. Hatry, 2006) . The Ministry of National Education (MEN) draws up a general classification of high schools based on the entrance averages. In addition, the percentage of pupils who pass the high school final examination represents an important aspect for the performance of such organisation. The multidimensional set of ratios used to highlight the performance of the organisation are: number of pupils who pass their examinations, gross rate of school scope dropout rate, number of pupils who pass the high school final examinations.
The teachers interviewed state that most times it is the performance which is monitored, with consideration given to school results only, while some important aspects (better educational activities or actual skills development) are neglected. In transition classes in particular, emphasis is laid on disciplines assessed in national examinations, disciplines for which more resources are allocated in order to increase the rate of successful pupils.
In statistical terms, it is however difficult to determine whether there is a relation between the assessment of the teaching staff and the pupils' results. The role of the teacher saw a turn from the traditional teacher to the resource-teacher, instructor and guide towards documentation and information, supporter of the transdisciplinarity, expert in learning situations introduced to pupils in class, researcher with innovative valences in teaching one's basic discipline, responsible for and organiser of interhuman relations which are established in the school environment and intermediary of the relation with the community.
